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The purpose of this study is to examine the relationship of the employee motivation towards the 
effectiveness of the creativity and innovation programmes organized by Malaysia Productivity 
Corporation (MPC). This research was quantitative in nature where data were gathered using survey 
questionnaire. A total of 374 respondents were participated in this study whereby regression analysis 
has been used to determine the influence between the employee motivations towards the MPC 
programmes. Result shows that employee motivation positively influence the effectiveness of the 
creativity and innovation programmes and it was found that workplace environment is the most 
important motivational factor that should be highlighted in the organizational setting. 
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Current environment is so competitive that requires Government to focus on innovation and 
creativity to drive the transformation agenda of the public sector and supports four main pillars of 
the Government, namely 1Malaysia, Government Transformation Programme, New Economic 
Model and the Tenth Malaysia Plan which will improve quality of life. Meanwhile, the four main 
pillars of the Government's complementary base are cultivating creativity and innovation, putting 
speed in action and decision making, value for money and integrity (PEMANDU, 2010) 
Government Transformation Plan (GTP) launched roadmap outlines the country towards a high-
income country in line with the principles introduced by the Honourable Dato 'Sri Mohd Najib bin 
Tun Haji Abdul Razak, Prime Minister of Malaysia known as 1Malaysia, People First, Performance 
Now. The principles emphasize priority to improve service delivery in Government sector through 16 
Delivery Principles for a new way of delivery based on four main themes, namely puts people first, 
using resources prudently, established networking with the best partners and manage outcomes at 
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the highest level. All inclusiveness of ideas in the transformation of service delivery is critically 
dependent on the efficiency of human resource management in an organization (PEMANDU, 2010). 
 
Tenth Malaysia Plan (10MP) (2011-2015) was set to continue the Government's aspiration to realize 
Vision 2020 and become a high income nation. Fourth core in 10 Main Premises of 10MP is the 
success of productivity-led growth and innovation in the core which is able to support the 
achievement of one of the five strategic thrusts 10MP, which is developing and maintaining world-
class talent (PEMANDU, 2010). 
In line with the current needs of the country towards a more innovative and creative, Malaysia 
Productivity Corporation (MPC) has been revamped to meet the challenging demands as outlined in 
the New Economic Model (NEM). These changes are also intended to accelerate the transformation 
of the country in the areas of productivity and innovation and to support the aspirations of the 
nation to achieve high-income economy (MPC, 2009). 
MPC has been mandated to increase productivity and innovation; bring Malaysia to an economy 
driven by innovation and creativity in human resources. One of the functions played by the MPC is to 
develop human capital in an organization through the implementation of programs related to 
creativity and innovation. Among the programs provided by the MPC are Creative and Innovative 
Programs, Total Quality Management, Quality Environment Program and others. 
 
2. SCOPE OF STUDY 
 
Based on the issue of the effectiveness of human capital development programmes related to 
creativity and innovation of civil servants, the question arose leading to the main research questions, 
namely whether there is influence between employee motivation and effectiveness of creativity and 
innovation programme organized by the MPC. 
 
According to Zaini (2010) there is still room for improvement for human in service training whereby 
this training must be completed by filling the mind, motivation, skill, workmanship and brilliant 
culture. However, improvement of skills, ability and efficiency do not occur by itself and not solely 
due to the remuneration package and pay. Improvement can only be done through model of the 
human capital development that continuous, programmatic and quality (Vietor, 2007). 
 
One of the area of innovation that less studied is the role of employees in an organization to achieve 
innovation in their organizations (Anderson and West, 1998). This is important because in most 
instances, the innovation is created by the result of a group of their own ideas. Strating and Nieber 
(2009) stated that the next level of innovation and performance of a group can be influenced by 
changes that occur in a group setting including the motivation of employee and their willingness to 
attend programmes and courses related to creativity and innovation. 
 
As stated by Hashim (2011) in Harvard Business Review on Knowledege Management, many 
organizations still only focused on the development of advanced knowledge and skills of their 
workforce and less attention has been given on nurturing creative skills to the employee. 
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This is supported by Nik Zainiah (2007) who claimed that, knowledge and creative thinking can 
improve work skills and also encourage employers as well as motivates employees to take 
responsibility and make creativity and innovation activities as part of their work culture in the 
organization. Knowledgeable and creative workers will indirectly boosts innovative economy 
capacity as this is one of the country's growth and development agenda. 
3. LITERATURE REVIEW 
 
Motivation is a method to human behavior. Bartol and Martin (1998) define motivation as the force 
that strengthens behavior, giving an indication of the behavior and a tendency to stand on. 
Greenberg and Baron (1997) also define motivation as a set of processes that develop, provide 
direction and maintain human behavior to achieve certain ends.  
There are three main parts in the definition above; development, promotion and retention efforts. 
Development refers to the inner feelings of the interest that causes an individual wants to achieve a 
purpose. The second aspect of the definition is the direction which is what people will do and actions 
to be taken to close a particular purpose. The third aspect in the definition is the maintenance effort, 
which means perseverance and persistence of behavior until the target is reached. 
There are several popular theories of motivation that usually reviewed and are often used by 
companies. Among the theories are Abraham Maslow's Hierarchy of Needs Theory, 2 Factor 
Herzberg Theory and Vroom Theory. All three theories represent three different approaches to the 
topic of motivation. Maslow's theory focuses on individual needs, Herzberg's theory of job 
satisfaction for employees to review and develop work-based theory, while Vroom theory 
emphasizes motivation from the perspective of the interaction between the individual and the work 
(Cesare and Sadri, 2003). Based on these three theories, the Vroom theory can clearly used to 
provide information on this study. 
Vroom’s expectancy theory is more concerned with the cognitive antecedents that go into 
motivation and the way they relate to each other. It is based on four assumptions. One assumption 
is that people join organizations with expectations about their needs, motivations, and past 
experiences. These influence how individuals react to the organization. A second assumption is that 
an individual’s behaviour is a result of conscious choice. That is, people are free to choose those 
behaviours suggested by their own expectancy calculations. A third assumption is that people want 
different things from the organization (e.g., good salary, job security, advancement, and challenge). 
A fourth assumption is that people will choose among alternatives so as to optimize outcomes for 
them personally (Lunenberg, 2011). 
From a management standpoint, the expectancy theory has some important implications for 
motivating employees. It identifies several important things that can be done to motivate human 
capital. Therefore, according to Boudreau and Ramstad (2003), where they have listed the three 
main components in measuring human capital in an organization that is: 
i. Impact - will increase the organization's strategic success by improving the quality or 
availability of workers 
ii. Efficiency - participation in human resource programs and processes involved affect the 
competence, behavior and motivation of employees 
iii. Effectiveness - the implementation of human resource programs of investments (such as 
time and money) on programs, practices, and human resources functions of an organization. 
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Three categories above indicate the level of impact on the current implementation of human capital 
measurement. Organizations started by measuring the impact in the beginning, then the 
measurement of efficiency and ultimately develop indicators for measuring the effectiveness of 
human capital (Boudreau and Ramstad, 2003). The theorethical framework of this study was 
adapted from Boudreau and Ramstad (2003) which stated that high performance can be achieved 














Source : Strategic HRM Measurement in the 21st Century: From Justifying HR to Strategic Talent 





The population of the study includes participants who follow the conventions at the provincial level, 
mini-conventions and program courses for Innovative and Creative Circle (ICC) organized by the 
Malaysia Productivity Corporation (MPC) in 2012. The number of participants attending all programs 
on Innovative and Creative Circle (ICC) by the MPC in 2012 was 5.670 people.  
The number of samples selected from the population is based on sample size determination table by 
Krejcie and Morgan (1970) which determine that with the size of population of 6,000, the number of 
samples suggested is at least a total of 361. Therefore we estimated that the sample selected for this 
study to achieve a total of 361 participants or more. 
 The study used structured questionnaire which consists of three parts. Part A contains demographic 
questions, Section B contains questions regarding the effectiveness of programs and Part C contains 










EFFECTIVENESS OF THE 
PROGRAM 




Independent Variable Dependent Variable 
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Table 1  
 
Part Information Item Source 
A Demographic 9 A combination of the previous 
questionnaires. 
B Programmes Effectiveness 8 MPC Program Evaluation Form 
C Motivation 14  “Motivating Employees Through Incentives 
Programme”- Calista Lai. 
 
 
For this study, our sample size is 725 which came from various organizations that participated in the 
program and have the same probability to be selected during the programmes. A total of 374 or 
51.6% of the questionnaire have been returned and being analyzed. 
The data obtained were analyzed using the Statistical Package for Social Science (SPSS). For 
demographic related data, descriptive analysis is used to measure the frequency and percentage. In 
addition, the regression analysis was used to identify the relationship and influence between 






The mean score and standard deviation analysis for motivation factor as shows below found that all 
item scores are at a high level whereby the respondents agreed that workplace environment 
indicates the highest mean score of 4.29 with a standard deviation of 0.642. 
Table 2 
Mean Score and Standard Deviation for Motivation Factor 
 
Item Motivation Factor Mean Score Standard 
Deviation 
1 Financial Reward 3.58 1.135 
2 Job Security 4.07 0.714 
3 Workplace Environment 4.29 0.642 
4 Benefits 4.00 0.764 
5 Internal Communication 4.07 0.637 
6 Interpersonal Relationship 4.12 0.633 
7 Appraisal 4.11 0.656 
8 Training & Development 4.12 0.689 
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9 Recognition 4.13 0.697 
10 Respect 4.09 0.781 
11 Career Advancement 4.15 0.707 
12 Interesting Work 4.11 0.692 
13 More Responsibility 4.19 0.662 
14 Autonomy 4.06 0.754 
 
 
Inspections of data has been conducted to ensure that the data obtained from the questionnaires 
are normally distributed and reliable. Thus, the normal distribution test analysis and data reliability 
tests were performed.  
Regression analysis also being performed to study the influence of employee motivation and 







Normal Distribution Test, Reliability Test Analysis and Regression Analysis for Variables 
 
Variables Statistical Value 
 Normal Distribution Test Analysis Reliability Test Analysis 
 Skewness Kurtosis Cronbach Alpha 
Programmes Effectiveness -0.518 0.329 0.926 
Motivation -0.116 -0.036 0.898 
 Regression Analysis 
 R R2 F Value 
ANOVA 
Sig (p) 
Motivation 0.634 0.402 249.679 0.000 
 
 
The above analysis found that the statistical variables for independent and dependent variables are 
normally distributed with statistical values of Skewness and Kurtosis for both variables are between 
± 2.0. The table also shows that variables indicate high Cronbach Alpha value of more than 0.7 
(Nunally and Bernstein, 1994). It also appears that the value of R = 0.634 and p = 0.000. According to 
Bryman and Bell (2007), Pearson correlation coefficient (R) of -1.00 to +1.00 indicates the strength or 
weakness of a relationship between the independent and dependent variables. While there are no 
null values represent the absolute relationship. Thus, the independent variables are significant and 
positive in the medium level of the dependent variable. 
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Through regression analysis, the coefficient of determinant (R2) is used to indicate the approximate 
percentage of variation that could indicate a variant of the dependent variables (Hair, Black, Babin 
and Anderson, 2006). The above table shows that the coefficient of determinant (R2) is 0.402. So, 
this indicates that there is positive relationship between motivation and the effectiveness of 
creativity and innovation programmes organized by the MPC in which the independent variables 




The results of the studies in inferential analysis show that there is a significant and positive influence 
on motivation towards the effectiveness of creativity and innovation program organized by the MPC.  
This research is consistent with a study done by Ahmad Daud (2007) in which he stated that the 
main factor in creativity is the motivating factor. When employees have a high motivation, creativity 
levels will also increase. This indirectly boosts the effectiveness of creativity and innovation 
programmes organized by the MPC, which demanded the participants to always be creative and 
innovative. 
These results are also in line with the statement by Mauzy and Harriman (2003) which stated that 
motivation is derived from each individual where it drives a person to act and transferring 
motivation to action. Through this study, the motivation of respondents moved to action undertaken 
and further improves the efficiency of the action. This in turn will impact on the effectiveness of the 
programs organized by the MPC. 
According to the respondents, the paramount factor of motivation is workplace environment. 
Workplace environment is type of intangible non-monetary incentives which include the social 
rewards and task-related rewards. Social-related rewards concern the organization’s social practices 
such as employees being courteous and respectful to one another, managers recognizing employees 
for their hard work etc. Task-related rewards have the potential to address the intrinsic motivation 
of employees. It includes career advancement, job design, skills training, and autonomy over work. 
In this study, workplace environment show the highest mean score among the 14 items stated in the 
questionnaire. They expressed the same sentiments that a good working environment is needed in 
order for them to be motivated. This has been supported by many theorists such as Herzberg in his 
Herzberg’s motivation-hygine approach. He found that people have two different categories of 
needs in the work situation, and these are essentially independent of each other and affect 
behaviour in different ways. He also found that when people felt dissatisfied with their jobs, they 
were concerned about the environment in which they were working. On the other hand, when 
people felt good about their jobs, this had to do with the work itself (Hersey and Blanchard, 1982). 
Interestingly, respondents somewhat agreed that the financial reward is the least motivating factor 
considered by employees. This is shown through the lowest mean score compared to other items. As 
proposed by Pattanayak (2005), there are three categories of incentives: monetary incentives, 
tangible non-monetary incentives and intangible non-monetary incentives. Monetary incentives 
refer to financial rewards given to employees in terms of bonuses, stock options, insurances, paid 
leave etc. Tangible non-monetary incentives involves the indirect payment of money in the form of 
tangible rewards such as gift cards, watches, garments, plaques/trophies, electronic appliances, 
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decorative items, vacation trips etc and services such as bus service, club privileges, meal treats, 
celebration parties, internet services etc..  
This result is in line with the statement by Calista (2009) which stated that organizations cannot rely 
solely on monetary incentives to motivate the diverse workforce due to the limitations it brings. 
Firstly, according to Herzberg’s theory, money can prevent employee dissatisfaction but does not 
necessarily motivate. Secondly, while employees see bonus payments in a positive light, there are, 




In conclusion, there is a positive and significant relationship and influence between the employee 
motivation towards the effectiveness of the creativity and innovation programmes organized by 
MPC. This statement supports the theoretical framework that has been used which is based on the 
model Boudreau and Ramstad (2003).This indirectly proves that the study was relevant and realistic 
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